This paper questions how employers view and evaluate the role of learning and training for older workers in light of the increasing number of older workers in the labour market. Learning and training opportunities could be utilised to respond to the 'extending working lives' agenda but interviews with employers suggest that this is not being done. A small number of human resource professionals, managing directors and owners were interviewed to determine what learning opportunities they offered to their older workers and how these workers' experience could be utilised better. Respondents implicitly accepted that there were few learning opportunities for older workers and suggested that they expected this group of workers to take on additional roles in making learning and experience available to younger colleagues. Dichotomies in employers' views emerged in that they differentiated between groups of workers and their need for skills, experience and the 'right' attitudes. 
found similarly that employers do not necessarily value the human and intellectual capital that older workers bring to their workplace. The behaviour and preparedness (LCCI and Penningtons, 2011, Hedge, 2008) of employers rather than their rhetoric vis-à-vis older workers is thus, at best, mixed.
Within the discussion of demand and supply for the older labour market (McNair, 2011a and b) , issues of training and learning play a comparatively small role (Parry and Tyson, 2011, Porcellato et al., 2010) . It is therefore worthwhile briefly rehearsing how important the relationship is. The potential benefits of involving older workers in learning range from improving commitment and involvement of older workers in the labour market (Herrbach et al., 2009 ) to a much broader delay of some of the physical and mental problems associated with growing old (Phillipson, 2010) . The extensive literature (see inter alia Argote, 2011; Geiger and Schreyögg, 2009 ) on organisational learning and knowledge management, much of it published in this journal, indicates that continuous learning for all people in employment is crucial. Technological developments, increased global competition and the tightness of labour markets that results from economic upheaval further highlight the importance of continuous learning and skill development activities (Maurer, 2001 ). This literature implicitly assumes that there will be a demand for older workers and their skills as long as they continue to learn. Billett (1999 Billett ( , 2002 argues that learning is part of working and that learning is framed by individuals' work activities and the norms and values of the workplace.
The required competencies change with work practices and work places, making employability, even for experienced workers, a moving target (Eraut, 2004) . There is a resulting need for continuous learning for workers of all ages. This article discusses the particular need for learning for older workers as viewed by employers. Although some F o r P e e r R e v i e w 4 Different theories and theoretical approaches bear on our understanding of learning. Although Sawchuk's (2008) call for multi-theoretical and multi-methodological thinking cannot be followed here, the foundations for this paper are broad. The backdrop is formed by considerable changes in the demographic make-up of societies and their workforces. In the UK, the speeding up of the timetable to abolish the default retirement age has caught most employers and employees by surprise and left them poorly prepared (LCCI and Penningtons, 2011) . It is therefore important to question whether the implications of the changes have been considered in enough depth, in particular when it comes to learning. The foundations for this research are thus located in a range of different literatures including that on the ageing of the workforce, workplace learning, and older workers' learning and training. This approach lends itself to comparing different sectors as it provides a more aggregate perspective. Such comparisons have the drawback that less attention is paid to specific (organisational) contexts and that the focus is less flexible throughout the research process (Bryman, 2004) but have the advantage that broad tendencies within the sectors become visible.
The exploration of these questions are based on research into employers' awareness of their ageing labour force and the potential of utilising various forms of learning as a means to motivate, integrate and, ultimately, retain older workers. Two distinct phases of research were undertaken. The first phase, between July and September 2008, consisted of a research project funded by the East Midlands Learning and Skills Council (LSC). The qualitative research aimed to explore the extent to which employers utilise learning and training activities to bind older workers into employment to extend their working lives. The research focussed on five sectors: construction (mainly in housing); engineering (e.g. car and clock manufacturing); health (public, private and charitable services); logistics; and retail (mixed goods stores and specialist retailers). These sectors contain a range of different types of organisations, activities, occupations and types or levels of workers which are at times conflated under the broad sectoral headings. Where possible, a clearer indication of what type of occupation or worker specific findings related to is provided. Large (100 employees +), SME and small (less than 50 employees) companies were included with the smallest firm 'employers'. Depending on the size of the company, they were either a member of the HR team, the managing director or the owner. The interviews covered background questions such as the area of activity of the organisation and the characteristics of their workforce before exploring policies and practices on older workers, training and learning. To provide a broader context for the research, a further 13 interviews were conducted with the Sector Skills Council for each sector and a range of other key informants on the sector (e.g. trade union) or the older workforce (age and employment organisations). Companies and interviewees were selected on the basis of their willingness to participate in the research. A number had previously worked with the LSC, some were recommended by a Chamber of Commerce but others were contacted 'cold' and randomly from business listings. At least some of the respondents had been active in learning and skill development via their previous engagement with the LSC and Chamber of Commerce and the sample must therefore be considered skewed towards a positive outlook on older workers.
Two years later in November and December 2010, as part of an un-funded follow up to this project, all 19 'employers' that had previously been interviewed were contacted again. Only 7 responded and were available to be re-interviewed for the second phase of the research. With the exception of logistics, all sectors were covered. The key aim of these conversations was to explore the developments throughout the recession, which had only just started when the fieldwork was originally undertaken in 2008. In particular, the questions aimed to understand the implications of the recession for older workers. After checking for any changes in the area of activity and workforce of the organisation, questions focussed on: the position of older workers, including demand and supply issues; the evaluation of their skills and experience; skills gaps; the employers' reaction to the (then) news that the state pension age was to be abolished; impact of the recession and spending cuts on the organisation as a whole and training and learning activities in particular. The interviews in both phases of the research lasted between 20 and 90 minutes. The majority of interviews were taped and transcribed for analysis. In the first research phase 7 respondents (of which 3 were 'employers') were 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60   F  o  r  P  e  e  r  R  e  v  i  e  w   6 uncomfortable with being taped, in the second phase only one respondent preferred notes to be taken instead of using a Dictaphone. The transcripts (or notes) were repeatedly re-read by the researcher to identify key words and phrases, a process that formed part of the qualitative content analysis. As Duriau et al. (2007) suggest, content analysis is a means to understand cognitive schemas that allow insights into values, intentions and attitudes, thus rendering visible a richness of meaning. Where quotes from the interviews are utilised in this paper, the year of the research (2008 for the first phase, 2010 for the second phase), sector and size of the company is provided to give context to the content of the quote. Due to the size of the sample and the geographic limitations (i.e. to a specific region with in the UK), the findings are indicative, though the depth of the conversations allows a deeper understanding of the specific learning contexts within organisations. Background questions and information conversations leading up to and following the interviews provided further insights into the the organisations' policies and practices.
The initial, key finding from this qualitative research was that there are few learning opportunities for older workers. There were, however, contextual differences (e.g. by sector and size of the organisation) as well as a number of informal arrangements that allow more detailed analysis of what learning takes place and how. As the majority of respondents stated that they did not provide any learning and training opportunities specifically for older workers, it seems that organisations are not responsive to demographic change. The abolition of the SPA was a new development at the time of the interviews but employers have known about the ageing of the workforce for some time. Due to the limited provision and consideration of learning issues by organisations, this paper takes a broad approach to the subject matter. Considerable research has been undertaken on workplace learning (for overviews see Fenwick, 2008b , Tynjälä, 2008 including various categorisations and distinctions but it is appropriate to talk about 'learning and training' here. Only where, for example, formal training or informal learning can be identified, will more specific language be utilised. This paper thus aims to explore employers' views on learning and training for older workers. It must first be considered that problems with learning may be due to either employer resistance or individual unwillingness (McNair, 2006) or indeed a combination of both. As the remainder of the paper considers employers, it is worth briefly looking at individual older workers' position. Employees have been found to see learning at work as independent of age (Paloniemi, 2006 ). Yet older workers' lower participation rates in training are at times due to a lack of self-confidence, negative self-perceptions (Porcellato et al., 2010) , and previous negative experiences with education and training, especially in classroom-based settings.
This has lead to perceptions that older workers do not want to learn or find it difficult to learn new explicit knowledge (compare Billett et al., 2011) . In the retail sector, the issue of attitude and how it may become problematic as workers age was mentioned by respondents of different sized organisations. Following Eraut (2004, 261) , such assumptions about older workers' motivation to learn are 'deceptive and fallacious' as they ignore the emotional dimension of the learning process, including the pain and loss of control over working practices when experience or tacit knowledge is no longer sufficient.
Unfortunately, the interviews with employers in the retail sector did not shed any light on why some older workers were considered to have a bad or the 'wrong' attitude. Older workers are also reluctant to discuss their learning needs with their employers, as they fear exposure of their skill and qualification deficits (Mitton and Hull, 2006 (Herrbach et al., 2009 , Vickerstaff et al., 2008 . In increasingly knowledge based workplaces older workers may attempt to strengthen their position by not handing over and merely 'giving away' information (compare Tempest, 2003) , causing potential skills gaps on retiring. Considering older workers' position highlights the need for learning and training opportunities that also address the concerns and fears of older participants, rather than merely providing necessary skills. Employers similarly view specific approaches and aims of workplace learning that differ according to the age of the workforce.
Employers' views of learning and training for older workers
For employers, learning and training provide important contributions to getting the necessary jobs done. From a human capital perspective (Becker, 1993) , it is crucial to get the right people who have the right qualifications and skills or, alternatively, providing them with the right qualifications and skills in a 'learning as acquisition' tradition. As the following quote suggests, however, it is not necessarily easy to acquire the right people and skills.
[It is] difficult to get skills, difficult to get people, and when you the see the Chinese that are pushing on and developing and inventing, and then we've just, it's going to be reversed. We're going backwards in this country to be fair. (2008, Engineering, SME employer)
The engineering sector has struggled with the changing industrial climate and the lack of specific engineering education in Britain (Jones et al., 2000) and has become increasingly aware that it is not merely knowledge and skills but also attitudes that are important (Heinrich et al., 2007) . In this scenario an engineer with the appropriate personal and human capital is a valuable asset. Yet it has been established that older workers are provided with less formal training and development (Felstead, 2011 , Billet et al., 2011 . The importance of former work experiences for engineers' work and learning has already been established (Collin, 2006) but employers may still not provide formal training if they are concerned that 9 the worker will not work long enough to provide a return on investment (Hedge, 2008 , Mayhew et al., 2008 . In the UK, the abolishing of the SPA has substantially weakened the 'return on investment argument' as there is no set point at which a worker has to retire. The argument is especially weak in a high skilled profession such as engineering, which relies heavily on informal learning. The context should therefore encourage employers to invest into the human capital of their older workers.
Moving away from the human capital approach, informal workplace learning includes a broad set of activities that is not restricted to skill acquisition but may include personal transformation, collective empowerment, and other phenomena (Fenwick, 2008b) . Informal learning activities are more difficult to identify and measure as they can occur incidentally whilst doing the job, working with colleagues or clients, reflecting on work, new challenges and activities outside of work (Tynjälä, 2008) . At the same time, these activities may accord more opportunities for older workers across occupational, professional and hierarchical spectrums to become involved. This is not to deny that the distinctions between formal and informal learning are not only blurred (Sambrook, 2005) but inextricably inter-related (Malcolm et al., 2003) and dependant on the specific context in which the learning occurs.
Experience held by older workers might exemplify this as it will usually be based on formal learning at the outset of an occupational career but will then have developed and formed within the specific context and opportunities throughout employment. 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60 F o r P e e r R e v i e w 10 'newest way' but in the case of older workers, this knowledge may be deemed out-dated.
Older workers are therefore seen to have qualification and skill deficiencies that are often accompanied by insecurity and fear of exposure (Mitton and Hull, 2006) . At the same time, employers rely on older workers' experience that gives them the ability to problem solve, do their job independently and well, and provides them with confidence and knowledge (Paloniemi, 2006) . These strengths of older workers are acquired as part of informal learning activities which may include observation, posing questions, coaching, and working on projects, in teams or on secondments (Eraut, 2004 , Sambrook, 2005 . A dichotomy of stereotypes of older workers relating to skills and qualifications vs. experience thus emerged from employers' responses. An informal 'learning by doing' approach is here seen as a strength, in particular when contrasted with the expectations that employers considered young workers to have.
The next quote is a statement given by the Managing Director of a medium sized engineering company who was an older worker himself. The implicit message given by this interviewee was that because workplace learning in the organisation is informal, it is difficult for young, inexperienced workers to realise that learning is occurring whilst they are working (compare Tynjälä, 2008) . Implicitly, the statement suggests that professionals such as engineers need to be aware and take (some) responsibility for their on-going learning and development.
One of these lads left us about 18 months ago and cited that he didn't get training. I fell of my chair. I said, look, part of it was that he didn't recognise what training he was getting because it wasn't formalised and it wasn't documented and he didn't have appraisals and he didn't have a chat one-on-one with his manager every three months and he didn't do this, and he didn't do that. So I think it's also, youngsters
need to feel as though they're on a programme. 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59 Although informal learning is clearly defined and considered to be important in the literature (Sawchuk, 2008 , Tynjälä, 2008 , Paloniemi, 2006 Despite the somewhat negative evaluation of informal learning practices in the last quote, the majority of respondents to this research indicated that informal learning is important to their workplaces and to the knowledge exchange that occurs amongst their employees. This applies in particular to sectors where specialist skills are required but which do not have a strong educational structures to feed young workers into organisations. The fact that the majority of quotes in this section are from respondents in engineering shows that this occupation and sector is particularly reliant on informal learning. Organisations thus benefit from the informal learning that occurs and can also influence and contribute to the occurrence of such learning. It was not specified who might act as a role model or mentor for older workers and whether they would be expected to take on this role for younger colleagues. The indication seems to be that older workers would provide such (Ashton, 2004) and create, sustain and re-create a group climate for learning (Eraut, 2004 ). Yet the identified importance of informal learning within companies is accompanied by an undervaluing of such practices by some employers. This demonstrates the lack of coherence in preparing for or coping with demographic changes (LCCI and Penningtons, 2011) and managing an ageing workforce (see Parry and Tyson, 2011 As suggested in this quote, this extends to career development, implying that respondents had not considered the longer-term implications of working with an ageing workforce Felstead (2011) reports that older workers are not provided with a fair share of training, development and learning opportunities. This reinforces older workers generally having fewer qualifications than younger generations (Taylor, 2008) . Across four life stages (up to 25; 25-50; 50-75; over 75) current spending on lifelong learning in the UK is allocated in the proportion of 86: 11: 2.5: 0.5 (Schuller, 2010) 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59 The quantity of learning and training opportunities apart, older workers receive training that tends to be shorter and of lower quality than that for younger people (Felstead, 2011) . Whilst older workers are willing to pass on their experience to younger workers, they were "more likely than other age groups to problem-solve alone and to be left to their own devices" (ibid, 2011, 203) . As a result, older workers' skills and knowledge tend to have been developed experientially, without accreditation and therefore remain under-recognised and under-valued (Mitton and Hull, 2006) . The following quote clearly indicates that one particular older worker was dependent on 'sorting it out himself' if an opportunity to learn presented itself. The effects of not providing learning and career opportunities also need to be considered in that a poorly supported worker is here equated with a demotivated worker. Learning, or the lack thereof, has effects for both the organisation and the individual (Mann, 2011) .
Learning and training opportunities for older workers

He'd been with the group for 20 years and it had changed hands and they'd stopped sending people on training and he was very despondent about that because a technician lives by his skills and if his skills aren't being honed with the introduction of new technology and new models that's happening in the trade all the time, then he's slipping back slowly but surely. The best that he can hope for is that he gets a new model with a new problem and he can try and sort it out himself, rather than have specialist training teaching new tricks of the trade. (2008, Retail, SME employer)
Unusually for the retail sector, the above statement concerns a professional technician rather than sales staff. Although there has been a general development to more practice-based, participative conceptions of learning, employers' considerations of older workers seem to The approach to older workers as displayed in the last quote highlights the front-loaded nature of learning activities in education and workplaces (see Winch and Clarke, 2003) . The drive to extend working lives has highlighted key problems with this frontloaded nature of learning and sets up an unhelpful dichotomy between older and younger workers. The former are expected to contribute to the business, apply and/or pass on their experience and knowledge whereas younger workers are expected to learn and benefit from more experienced colleagues who implicitly have roles such as mentor or role model added to their job. The age-diversity of workplaces could be utilised better. The ideal learning process would involve situations in which "the individual learner brings his or her personal knowledge, skills, attributes and previous experience, and learns and interacts dynamically with all others in the setting, including teachers, patients, peers and colleagues, and with other contextual influences" (Mann, 2011, 65) . Mentoring relationships have been shown to lead to an increase in satisfaction amongst older workers (Stevens-Roseman, 2009). However, a further statement from the same engineering employer shows that there is not merely a dichotomy but a hierarchy of relationships. The idea of structured roles and responsibilities in learning processes where knowledge is passed down the hierarchy begins to consider learning as a socially constructed process (Lave and Wenger, 1991) . In the context of top-down knowledge transfers, it is not surprising that the relationship between older and younger workers has been conceptualised as one between experts and novices (Tempest, 2003) . Situated learning theory's focus on the learning processes of new entrants, or novices (Lave and Wenger, 1991) , disregards that older workers can also be considered as novices when they enter a new job, different sector or change their employment in other ways.
You'll have a young lad who will come in, who will work for somebody who's been like a section leader or a project engineer who's been with the company for a number of
So I mean from my own experience, I came into this business with no practical experience of the particular trade, I mean I've been able to pick up quite a lot by just sort of being in that office environment and being able to learn from colleagues in the office. (2008, Engineering, SME employer, an older worker themself)
As part of social learning theories, the communities of practice approach has been criticised for not considering the further development of experts and for a poor conceptualisation of learning for 'full participants' (Fuller and Unwin, 2005) . Although the interaction between novices and experts highlights the need for experienced and therefore potentially older workers, the hierarchical nature of learning has further disadvantages. Tempest (2003) highlights that traditional knowledge transfer does not make use of new ideas of novices thus leading to reduced development opportunities for organisations as a whole because the experiences, attitudes and abilities of all workers, including younger, potential novices, are not considered. Fuller and Unwin (2004) have shown that young apprentices are often involved in helping experienced and inexperienced colleagues to learn, thus demonstrating empirically that novices are not merely receivers in learning processes. Older workers acting as mentors or role models is a further issue that emerged from this research. Whilst the respondents might expect them to take on these responsibilities, not all older workers 
Utilising older workers' experience
One of the last questions employers in both research phases were asked was how older workers' skills and experiences could be utilised better to establish ways in which employers could encourage older workers to remain in the labour market for longer. Learning opportunities are of particular importance because it is questionable whether older workers can continue to undertake their work without training or learning opportunities that ensure they are not lagging behind with required skills. The abolition of the SPA therefore necessitates far reaching changes in the way that learning opportunities are offered. Previous research has shown that older and younger workers alike mainly derive their competence from work experience, including learning to learn, awareness of one's strengths and formal and practical knowledge (Paloniemi, 2006) . Respondents stated that they do not make use of older workers and their experiences as much as they could and possibly should. Even assessing the need for learning and training was reported to be problematic. Although larger organisations supposedly have more structured and therefore better learning and training opportunities (Bishop, 2008 , Tynjälä, 2008 , the following quote shows that this particular large employer struggled to assess the training needs and could therefore not address such needs. Respondents mentioned two main reasons for not offering learning and training opportunities: cost and the lack of appropriate provisions. A number of respondents mentioned that whilst there was a host of courses and programmes, they were often disappointed with the results and the generic nature of the content of learning, thus confirming the existence of a gap between knowledge obtained via education and knowledge required to undertake a job (Tynjälä, 2008) . It takes significant experience to be able to convert formal learning and theoretical knowledge into working practice (Paloniemi, 2006) though theoretical knowledge and practical competence have also been described as a continuum (Collin, 2006) . As the following quote highlights, this should make employers more aware of the importance of working with in-house experiences and skills.
And actually we're not very good at getting a training needs
[T]here's just gulfs between what you can learn in an academic, developing new skills way and how that's actually implemented in real life working. (2008, Health, large employer)
A further key finding was that respondents' evaluations of the usefulness of learning and training differ strongly (Tynjälä, 2008) , especially between sectors, occupations and skill levels. This was most obvious in the construction sector where older trades people might be given career opportunities to move into management or training but no such options existed for older labourers. The physical and unskilled nature of the work undertaken by these labourers means that employers do not see that they could be usefully kept on or trained for re-deployment. The organisation of work can thus be a pre-condition for learning (compare Tynjälä, 2008) , especially when experience is not valued. Theoretically, a blend of knowledge, individuals and views in work teams benefits learning and innovation (Tempest, 2003 ) but this does not hold for all practices and business cases. 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59 Low-skilled labourers apart, respondents did consider and, in part, utilised a number of ways in which older workers could be tied into the labour market via involvement in learning opportunities that would also benefit the employer. It must be made clear, however, that these strategies are highly context dependent. The most common way that employers utilise older workers skills and experiences is by promoting or developing them into management or working with apprentices. However, as these opportunities can not be offered to all older workers, arrangements were often only made for older workers who pro-actively sought such a change in their role. The respondents also emphasised that managing or working with young apprentices is not to everybody's liking. The interviews revealed further problems, for example in providing support and training to accompany the changes. There are clearly different skills required to work in the crafts or, as in the following quote, as a nurse and in a managerial position, even though the technical and practical experiences gained will continue to be useful. The limited, continued use of older workers that does happen would therefore benefit from a better integration of learning and training opportunities to ensure that older workers are well prepared for their new roles and can contribute to the organisation. A further possibility to emerge out of the provision of such opportunities would be in formal assessor, mentor or training roles. Whilst the mentor or training role is often done informally, becoming an assessor would require the undertaking of a formal qualification.
And there's also been this thing about when sort of very experienced nurses
[O]lder workers could undertake assessor training, so that they can assess building on their experience, become a qualified assessor or workplace mentor to support the younger workers. So the experience isn't lost, but they might not necessary be doing In addition to the benefit for the organisation, in particular in retaining skills and experiences, there are indications that such involvement in learning activities has much broader benefits and can include an increase in work satisfaction (Stevens-Roseman, 2009, Fuller and Unwin 2004) . One engineering company had introduced a variation of such an attempt to utilise older workers and was bringing back a very experienced worker from retirement because they were unable to fill the skills gap the individual had left. However, the worker was unwilling to come back even on a part time basis and merely 'helped out' on an informal basis to get specific jobs done. It was therefore not clear whether there was an intention to institute a learning process for the retiree to pass on their knowledge and experience. As organisations generally seem to struggle with tapping into the resources that older workers constitute some Sector Skills Councils and trade unions had taken the initiative.
The following example from the retail sector, which does not have high skills requirements, therefore builds on the experience and skills that workers may have and focuses on building esteem, self-confidence and self-worth (compare Jewson and Huam, 1995) . However, this qualification was still being developed and was exceptional in its attempt to provide specific training and acknowledgement of experience on the part of older workers.
I'm currently looking at doing some work with our union […] Tempest, 2003) . There is potential for a more equal treatment of workers as their different skills, experiences and knowledge are valued, thus leading to enhanced motivation in the workforce as all workers are engaged in helping others.
Conclusion
The UK workforce is ageing. The policy response has been to abolish the state pension age and encourage or enforce the extension of working lives. This is a top-down initiative to address fiscal (pension payments) problems, which may also ensure that there are sufficient numbers in the workforce. The broader implications, including social issues and individual concerns as well as learning and training requirements have not been addressed. This is reflected in employers' behaviour and attitudes towards older workers, which do not seem to have changed with the demographic developments. Older workers continue to receive less education and training, especially in formal settings. Informal learning occurs and in sectors such as engineering is an important part of working, though respondents did not necessarily value this type of engagement. Respondents were clearly aware of this informal learning because in engineering it was expected that older workers provide learning opportunities for others. This means that organisations need to consider the role of older workers both with regards to their own learning and in the context of providing learning opportunities for others. In most organisations the two are entwined meaning that it can be hidden how few learning opportunities for older workers might exist.
The results from this study show that the opportunities for engagement between workers of different ages and stages of the occupational hierarchy to work and learn together in a conducive environment varied. The formal qualification requirements in construction and to some extent in health meant that older workers were considered as assessors or facilitators, whereas in the shallow hierarchies of the retail sector, discussions centred on facilitation for example via reflexive learning practices. The possibilities for older workers to be more Not all older workers are keen to work with younger peers and take on additional responsibilities. Organisations similarly have views on which older workers they would be happy to see influencing young colleagues. However, it must be questioned whether such practices have to be formalised as young workers are already described as preferring structured training and not recognising informal learning. These necessary considerations meant that few respondents had specifically addressed what role older workers might play in organisational learning processes. Where such learning occurred it was therefore likely to be incidental rather than supported and intended. The everyday practice of workplace learning therefore still seems to adhere to a 'front-loaded' model of learning and training, which is focussed on younger workers. Ensuring that organisations or HR departments more specifically are aware of the potential problems and opportunities of older workers (lack of) engagement with learning opportunities are important first steps to changing practices.
A further important factor determining what role older workers might play in organisational learning processes is the value (or otherwise) attached to the knowledge and experience they have accumulated. There are considerable sectoral differences in the assessment whether older workers are considered to be experienced. Experience is rarely expected and valued for the comparatively low skilled work undertaken by older workers in retail, logistics and parts of the construction industry (e.g. labourers). In retail in particular, respondents considered age to be a disadvantage because it was seen as incompatible with the 'right' attitude for the job. In the professional occupations including most of engineering and health, and the crafts in the construction sector the length of service tends to be related to the level of expertise. In engineering, recruitment from a pool of early career or less experienced individuals was not seen to be viable as such candidates did not fulfil the skill requirements. It is thus those sectors and occupations where older workers are considered to be experienced and therefore valued where they are more likely to be involved in learning processes that incorporate them passing on their expertise. At its most extreme, in the engineering sector, this situation also Given the broader societal context of ageing societies, it must be questioned how organisations intend to incorporate learning and business strategies (Tynjälä, 2008) . Where organisations find it difficult to recruit or retain younger workers (as is already occurring in some sectors such as engineering) the responsibility and motivation to learn becomes more urgent. Employers will have to take a more pro-active stance on questions including who gets access to learning and training and how informal learning is evaluated and acknowledged.
The responses to this research showed that employers not only juxtapose older workers vs.
younger workers but also skills and qualifications vs. experience and tacit knowledge. These juxtapositions are unhelpful (see Paloniemi, 2006) . Positive examples of working with older workers and utilising their experience demonstrate that a more even treatment of individual skills, knowledge and experience would result in a higher performing workforce. Support and encouragement for informal learning and acknowledgement of its results would play an important part. Yet informal learning alone is also insufficient (Tynjälä, 2008) as the social and cultural context of learning are intertwined with individual work experience (Collin, 2006 ). Can we expect employers to get it right in a society and culture in which we are still woefully underprepared for changes in demography and in the way that working life will be 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60   F  o  r  P  e  e  r  R  e  v  i  e  w 21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59 Dear Editors and reviewers, I would again like to thank you for the detailed and constructive feedback that you have provided. This has now been addressed and the following points outline what work has been undertaken.
• p. 1: The abstract has been rewritten and now briefly summarises the aim of the research, what empirical research was conducted and the main findings.
• p. 1: an explanation of 'TAEN' has been included
• p. 3: The sub-heading on p. 3 has been changed from 'Different approaches to training and learning' to 'Methods and the research process'
• p. 4: An explanation of the strengths and weaknesses of the approach taken has been added at the end of the first paragraph. In addition, the drawbacks of the data are outlined in terms of the conflation of sectors, type of job and level of worker as well as the different categories of respondents (p. 4). Apart from addressing this point here, a clearer indication has been given throughout the paper what aspect of work, what kind of work or level of worker any quotes refer to. This is also discussed in the revised conclusion. Due to the nature of the data collected, it has not been possible to 'solve' this problem, but in line with Reviewer One's third point, it has been clarified.
• p. 5: The analytical approach has been specified (content analysis) and strengths of this approach for this particular research indicated.
• p. 7: A new sub-heading has been added on p. 7 (Older employees' views of learning and training)
• p. 20f: The conclusion has been rewritten. The main themes are now the overall lack of learning opportunities for older workers; the assumption that older workers are experienced; the most affective role for older workers in peer learning, how this differs by sector and what reasons employers have for promoting (or otherwise) these roles. This responds to the three themes indicated by Reviewer One. The conclusions also provide an indication of implications for practitioners as mentioned by Reviewer Two.
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